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ABSTRACT 
The main aim of conducting this research study was to determine factors affecting the 
implementation of human resource information systems in public institutions in Kenya 
with reference to National Cereals and Produce Board (NCPB). The specific objectives of 
this study were to determine the effect of top management support, effective 
communication, training and government policy on the implementation of human 
resource information systems in public institutions in Kenya. The study is expected to be 
of great benefit to the management of National Cereals and Produce Board, other 
government institutions and other researchers for future reference material. Descriptive 
research design was used in conducting this study; the target population was 100 
employees where a sample size of 50 respondents, 50% of the target population was used. 
Questionnaires comprising of both closed and open ended questions were used to collect 
data that was analyzed both qualitatively and quantitatively and presented through he 
used of figures and tables. From to the study findings, majority of the respondents agreed 
that top management support, effective communication, training and government policy 
affect the implementation of human resource information systems in public institutions in 
Kenya. The study recommends that, the top management within the organization should 
ensure that there is well coordination among all organization employees to enhance 
efficiency and effectiveness during the implementation of human resource information 
systems. The organization management should clearly design effective communication 
channels that clearly show the chain of command. This will help in minimizing chances if 
misunderstanding between various lines of authority. This will also result in effective 
decision making process and thus leading to effective implementation of human resource 
information systems. The organization should continuously train its employees. This will 
help in updating and upgrading the employee’s skills and knowledge on how best to 
undertake organization operations like the implementation of human resource 
information systems and the organization should form a team of expert that should 
monitor and ensure that all government rules and regulations are well implemented in all 
organization functions. This will help in minimizing government restrictions and 
limitations towards the organization. 
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OPERATIONAL DEFINITION OF TERMS 
Communication This is the process by which information is intentionally or 
unintentionally exchanged between, individuals, especially; 
it is the transfer and understanding of meaning. 
Government Policy This is a set of rules and regulations developed by the 
government to monitor and the state.   
Managerial Support This is the total commitment that organization leadership 
provides for the organization for its success. 
Training This is a systematic process of acquisition of skills, 
knowledge and attitude to enable the participant to perform 
specified task or job development. 
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CHAPTER ONE 
1.0 Introduction 
This chapter introduces the background of the study it includes the statement of the 
problem, objectives of the study, research questions, significance of the study, the 
limitations of the study and the scope of the study. 
1.1 Background of the Study 
According to Wat (2016) the human resource management information system is the 
composite of databases, computer applications, and hardware and software necessary to 
collect/record, store, manage, deliver, present, and manipulate data for human resources. 
This system is not only used for the administrative role but is also applied in organization 
decision making and strategic roles. Most human resource management information 
system is seen as organization some of information. As these systems continuously are 
implemented, majority of these firms have realized the benefits of these systems. 
 
Beckers (2012) maintains that human resource management information system helps 
human resource managers perform human resource functions in a more effective and 
systematic way using technology. This system is among the larger organization 
management system that comprises of the accounting, production and marketing roles. 
While these systems have been widely deployed, few organizations have managed to 
implement these systems. 
 
According to Wong (2014), the cost of setting up and maintaining a human resource 
management information system can be high, which is the major obstacle in the 
implementation of a human resource management information system. There are still 
challenges of lack of enough staff, lack of appropriate budget, time management 
challenge and lack of modern information technology system support when implementing 
human resource management information system. 
 
Beckers (2012) states that, lack of a budget indicates that most organizations do not 
provide for a separate budget to cater for the implementation of human resource 
management information systems. In a rapidly changing business world, the process of 
2 
 
defining strategies for the development of the workforce is ongoing. The organization 
uses supportive information systems to define, maintain and monitor organization 
processes. The implementation of human resource management information systems 
within an organization can even take duration of two years. The training of workforce on 
how best to use the system is also expensive as it requires a lot of capital. 
 
According to Hyland (2013), the main challenges faced in implementation process is to 
transfer the huge unstructured and scattered legacy data from various sources to human 
resource management information system database; to incorporate the upcoming changes, 
with unpleasant surprises, in the processes and to maintain a high motivational level in 
the users. In the long process of migration, maintaining the integrity of data and ensuring 
the continuous updating of the transferred data is the real test. However, a detailed 
implementation strategy, right from the beginning of project will resolve the problems.  
1.2 Statement of the Problem 
According Redman (2007) for nearly 50 years the development of information systems 
was almost entirely perceived as a technical discipline. The use of modern Human 
resource information systems has been established as an opportunity for the human 
resource professionals to enhance their strategic partnership with their top management. 
This has been supported that, these systems would allow human resource duties to 
become more efficient and provide better information for decision making.  
Although the implementation of human resource information systems is no longer a new 
idea, it is still hindered by various challenges that are yet to be addressed. Many public 
institutions in Kenya have been experiencing a challenge over the implementation of 
human resource information systems in their organization. Several measures have been 
put into place to curb for this challenge but there is still a lot to be done for the success of 
the implementation of human resource information systems. National Cereals and 
Produce Board has been experiencing this problem. Therefore it is from the above 
concern that brought about the desire by the researcher to conduct a research in order to 
address this problem for better performance of the organization. 
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1.3 Objective of the Study 
1.3.1 General Objective 
The general objective of this study was to determine factors affecting the implementation 
of human resource information systems in public institutions in Kenya with reference to 
National Cereals and Produce Board (NCPB) 
 
1.3.2 Specific Objective 
i. To determine how top management support affects the implementation of human 
resource information systems in public institutions in Kenya. 
ii. To investigate how communication affect the implementation of human resource 
information systems in public institutions in Kenya. 
iii. To determine the effect of training on the implementation of human resource 
information systems in public institutions in Kenya. 
iv. To find out how government policy affect the implementation of human resource 
information systems in public institutions in Kenya. 
1.4 Research Questions 
i. To what extent does top management support affect the implementation of human 
resource information systems in public institutions in Kenya? 
ii. How does communication affect the implementation of human resource 
information systems in public institutions in Kenya? 
iii. To what extent does training affect the implementation of human resource 
information systems in public institutions in Kenya? 
iv. How does government policy affect the implementation of human resource 
information systems in public institutions in Kenya? 
 
1.5 Significance of the Study  
1.5.1 Management of National Cereals and Produce Board (NCPB) 
The findings and recommendations derived from this study will be expected to help the 
management of National Cereals and Produce Board (NCPB to get required information 
in relation to the topic under study to enhance the organization effectively conduct its 
operations. 
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1.5.2. Other Government Institutions 
The findings and recommendations derived from this study will be intended to help other 
government institutions that are experiencing the same problem of the implementation of 
human resource information systems to develop effective measures that can guide them 
in formulating better ways that will help them to solve the problem for better existence of 
the organization. 
1.5.3 Other Researchers 
The study will be beneficial to the present and future researchers as the study will be used 
as reference material enabling researchers to carry out more research in this field and 
other related fields of research. The research study methodology and procedures may also 
be helpful to other researchers in assisting them to test or examine the findings derived in 
this research work. 
1.6 Scope of the Study 
The purpose of the study was to determine factors affecting the implementation of human 
resource information systems in public institutions in Kenya. A case study of National 
Cereals and Produce Board located along Machakos Road, Industrial Area in Nairobi was 
used. The study target category comprised of the top level management, middle level 
management and the operational staff that summed to 100 employees of National Cereals 
and Produce Board-Nairobi Branch. This research study took a period of three months 
from March to May 2018. 
1.7 Chapter Summary 
This section outlines what is contained in chapter one. It contains the background of the 
study that outlines various contributions of various authors on the main theme on the 
topic under study. It also contains the statement of the problem that outlines the aim and 
the need for conducting this research study, objective of the study that are developed 
from the independent variables that are said to affect the topic under study, the 
beneficiaries of the study and the geographical area, target population and the time scope 
the study will take to be complete. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction  
This chapter begins with the introduction to literature review and proceeds with 
highlights on empirical literature, focus on the dependent and independent variables, 
gives a critical review on major issues, expounds on the summary and gaps to be filled by 
the research and concludes with the conceptual framework.  
 
2.1 Theoretical Literature Review 
The research will focus on theories which explain the various factors which affect the 
topic under study.  Technology Acceptance Model and Diffusion of Innovations theories 
will be used in this study. The theories will help in explaining and providing a sense in 
relation to the implementation of human resource information systems in governmental 
institutions.  
2.1.1 Theory of Technology Acceptance Model  
Davis (1986) developed the Technology Acceptance Model which deals more 
specifically with the prediction of the acceptability of an information system. The aim of 
this theory was to predict and identify and certain modification that can be incorporated 
in a system to make it more acceptable to the end user. The theory indicates that 
perceived usefulness and perceived ease of use determines the acceptability of a certain 
system. 
2.1.2 Theory of Diffusion of Innovations  
This theory was developed by Everett Rogers in (1962). The theory was developed to 
help to fill the gap of how, why and at what rate new ideas and technology spread. The 
theory pose that the innovation, communication channels, time and social system are the 
elements that influences the spread of a new idea. The innovation must be widely adopted 
in order to self-sustain. Within the rate of adoption, there is a point at which an 
innovation reaches critical mass. 
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2.2 Empirical Literature Review 
2.2.1 Top Management Support and the implementation of human resource 
information systems 
According to Epstien (2005), many managerial activities create employees’ behaviors 
and responses in ways that improve service quality. Management commitment to service 
acts as an important function in satisfying the customers’ requirements. The lack of 
commitment from the top management is the main reason of service quality failure. 
Service quality occurs when employees have contact with customers; hence, employees’ 
behaviors can influence customers’ perceptions of the service. The author has not 
indicated the solution to lack of top management commitment and therefore this gap was 
filled by this study.  
According to Wong (2014), the satisfied employees from the management commitment 
will perform excellent service behaviors by delivering the organization promise, creating 
a good image, promoting its services and products, and providing better services than the 
competitors. When some organization employees feel that their work is humiliating, they 
end up providing poor products and services to customers. They finally results in decline 
of customer’s loyalty and confidence to the organization. The author has not told us how 
we will deal with the situation where employee will provide poor services to customers 
and therefore this study was conducted to fill this gap. 
The role of top management commitment in quality management implementation in any 
organization main focus is on employee empowerment (Robert, 2012). The objective of 
quality can be better achieved by the top management commitment. Top management 
commitment empowers their employees to achieve quality. As we agreed from the author 
that top management main focus is on employee empowerment, the author has not told us 
what will happen if the top management will not focus on employee empowerment and 
therefore this study was conducted to fill this gap. 
Top management takes primary responsibility for providing enough financial support and 
necessary resources for success implementation of human resource information system. 
This involves providing the needed people for the implementation and giving appropriate 
amount of time and resources to get the job done. A comprehensive human resource 
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information system requires a sizeable budget to implement and maintain. If top 
management does not understand how the human resource information system brings the 
benefits to the organization, they will not be willing to allocate valuable resources, time 
and efforts of implementation. Managers should legitimize new goals and objectives. A 
shared vision of the organization and the function of a new developed system should be 
communicated to employees. New organizational structures, roles and responsibilities 
should be established and approved. Policies should beset by top management to 
establish new systems in the company. In times of conflict, managers should mediate 
between parties (Roberts, 2012). As this is true that top management provides financial 
support and adequate resources to the organization, the researcher has not told us what 
will happen to an organization that lacks enough finance and therefore this study was 
conducted to fill this gap. 
 
According to Wong (2014), for system acceptance the most needed support comes from 
top management. The project must receive approval from top leadership in relation to 
business goals and objectives. This can be achieved by tying management bonuses to 
project success. The strategic leadership must be committed and be willing to allocate 
enough resources and effort for this project. There total involvement is a key for the 
success. There are cases where top management can involve in project implementation 
but they may lack skills and knowledge on how best to facilitate it, this is a challenge that 
the researcher has not indicated how best to solve it and therefore this study will aim at 
determine measures on how best to solve it. 
2.2.2 Communication and the implementation of human resource information 
systems 
According to Azur (2009), communication is the process by which information is 
intentionally or unintentionally exchanged between, individuals, especially; it is the 
transfer and understanding of meaning. Communication enhances several functions in 
any organization, namely: control, motivation, emotional expression and information. 
There are five types of communication in the form of: downward, upward, lateral, 
diagonal and external communication. 
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Effective communication is critical to any project implementation. Effective 
communication, quality education and expectations are basic throughout the organization. 
Effective communication refers to the formal project members within the organization.  
Organization employees need to be informed of the objective and the scope and admit 
change will occur. This is true from the author, but he has not talked of any negative 
effect of ineffective communication to the organization and thus the study was conducted 
to fill this gap (Sumner, 2009).  
Communication is essential for good performance to be achieved. The goals in an 
institution cannot be relayed haphazardly. The administration communicates those under 
his/ her authority what he expects of them and gives them the guidelines on how to carry 
out their tasks towards the achievements of the goal set. When individuals have 
guidelines, they are able to critically analyze the drawbacks, they will face their tasks and 
also give better suggestions, and they might have for the employees to work together as 
team. Effective communication works in two ways: conveying the right message and 
making sure the message is appropriately received and comprehended by the other 
person(s). To have successful communication, you must realize how those you're 
interacting with might construe your message. Communicating with your customers 
allows you to find out how they feel about what you provide and what they require from 
your business; it allows you to develop relationships with your top customers, there is 
still a gap to determine the effect of poor communication between the organization and its 
customers (Sagima, 2002). 
Reece (2009) argue that, good communication depends on the exchange of information in 
an orderly manner where managers  need clear lines of communication to transmit orders 
and policies build, cooperation and unity group behavior and employees are able to 
convey their complains or suggestions and to tell that the right has heard what they have 
to say. Clear communication among co-workers is important for the achievement of high 
productivity, teamwork, and problem solving and conflict management. There is a gap to 
be filled in that, for instance the organization lack clear communication channels, the 
ineffective to be done to enhance clear communication channels within the organization. 
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2.2.3 Training and the implementation of human resource information systems 
Training is a systematic process of acquisition of skills, knowledge and attitude to enable 
the participant to perform specified task or job development. The objectives of an 
organization policies, processes and programs for the delivery of learning and training is 
to achieve its human resource development strategies by ensuring that it has the skilled, 
knowledgeable and competent people (Henry, 2009). This is necessitated by the fact that 
employees have had to adapt to rapid technological changes, improved product and 
service delivery, quality and boost productivity to stay competitive. Employees today 
need skills in team building, decision making and communication as well as 
technological and computer skills.  
 
Kavanagh (2010) commented that for a successful human resource information system, 
appropriate training should go to all human resource staff, line managers, as well as other 
employees. User training should be emphasized, with heavy investment in training and 
re-skilling of developers in software design and methodology. Employees need training 
to understand how the system will change business processes. There should be extra 
training and on-site support for staff as well as managers during implementation. A 
support organization is also critical to meet users’ needs after installation. The author has 
not indicated to us what the organization without enough funds to conduct training 
programs will do to enhance this function and therefore this study was conducted to fill 
this gap. 
 
According to Saunders (2009), a well-planned employee training program should result 
in reduction in waste and spoilage, improvement in methods of work, reduction of 
learning time, reduction in supervisory burden, improvement in quality of products, 
improvement of production rate, improvement of morale and reduction in grievances, 
improvement in efficiency and productivity. However, he also observed that, like any 
other business process, employee training can be very wasteful it if it is not carefully 
planned and supervised. Without a logical systematic approach, some employee training 
may be given which is not necessary, and vice versa, or the extent of the employee 
training may be too small or too great. The researcher has not told us what will happen to 
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an organization that will conducted training programs to its employees and they decide 
resign from work and therefore this study was conducted to fill this gap. 
According to Raja (2006), the fundamental aim of training is to help the organization 
achieve its purpose by adding value to its key resources; the people it employs. The 
benefits of effective employee training programs are that, employees acquire new skills 
and knowledge on how best to undertake organization operations. It also helps in 
minimizing some unexpected organizational cost like: learning cost, speed and overall 
organizational productivity. As we agree that the aim of training is to develop skills and 
competence of employees, the author has not indicated to us what will happen to the 
employees if training programs will not help them to acquire skills and knowledge 
 
Training involves the following benefits; Reduction of learning time and costs. People 
learn the job quickly to the required standard safety and with minimum waste of materials 
or damage of equipment and improved job performance. This translate into increased 
output and improved quality of work done on time, less supervision which is achieved 
through reduction of problems such as absenteeism, accidents or injuries. Better 
recruitment and selection training opportunities help to attract the right type of employees 
from the labor market and reduced labor turnover by developing employees potential and 
job satisfaction through improved goods and services (Trkman, 2005). 
 
2.2.4 Government Policy and the implementation of human resource information 
systems 
According to Sweeney (2005), policy always refers to the actions of government and the 
intensions that determine those actions process vary significantly from the strength to the 
very format large cooperation’s and government entities are most likely to have strength 
and format process. The rules by the government determine the performance of the 
companies set rules help to work in accordingly and restrict some activities and 
encourage others. These formulated rules by the government help the managers to set up 
clear rules to govern the organization leading to quality production and practice which 
satisfies and extend customer expectations. As we agreed from the author that 
government sets and regulations determine the performance, the author has not told us 
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what will happen if the government itself violates the rules and regulations it has 
developed and thus the study aimed at fill this gap. 
According to Jared (2016), policies frequently have side effects or unintended 
consequences. Due to typically complex systems like government, societies and large 
companies and the entire environment that policies seek to influence or manipulate, 
making a policy change can have poor results. There may be a case where a decision may 
be made by the government to increase taxes in a way to increase revenue collection, this 
may have an impact as it that, not all organizations will be willing to comply with this. 
There is no explanation provided by the researcher on best mechanisms to solve this 
challenge and thus the study aimed at filling this gap. 
According to Terry (2007), since the value system of the society keeps on changing. The 
law also keeps on changing in accordance to the requirement of the society. The 
government has enforced the commercial laws to protect and regulate all businesses 
activities that take place. This law is part of the civil law that deals with rights and 
obligations. This law helps the country in ensuring that, only the legal transactions are the 
only ones taking place and also aims at protecting consumers. We agree with the author 
that the law also keeps on changing, the author has not indicated what will happen to the 
organization if the changes in law will be unfair to it and thus this study was conducted to 
fill this gap. 
 
2.3 Summary and Gaps  
According to Mary (2010), management development of employee training programs and 
development should include a comprehensive pilot program, a series of initial 
pre‐implementation sessions and on-going training to determine exactly what an 
employee lack and a form of training program they may require. This is true from the 
author, but determines what nature or kind of training program an employee may require 
has not been indicated by the author and therefore this study will be conducted aiming at 
filling in this gap. 
According to Maxwell (2011), Many organizations  tend to experience a challenge on 
how best to channel and facilitate effective communication channels so they serve to 
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improve customer relation, bolster employee’s satisfaction, build knowledge sharing 
throughout the organization and most importantly enhancing the firm’s competitiveness. 
As this we expect this to be still a challenge to this organizations, the author has not 
indicate best measures on how to solve it and therefore this study will be conducted 
aiming at findings solutions to this challenge. 
Felly (2013), states that, developing the growing of an individual in all aspects of any 
organization makes arrangement for the development of its staff so as to improve the 
efficiency of management.  Individual workers and the organizations benefits from 
training through job satisfaction which gives an employee confidence in handling the job 
assigned to them resulting to self esteem and job security which makes him/her 
committed to the organization.  The organization also benefit through fewer accidents, 
low spoilage rate and reduction in the number of complaints, mastering new methods, 
and better use of resources management by exception introduction of latest method and 
interpersonal relationships. There are cases that, despite training programs being offered, 
the organization tend to experience misuse of resources and the author has not indicated 
exactly the cause of this leaving a gap for this study to fill. 
Richardson (2015) stated that the actions the organization actually takes may often vary 
significantly from stated policy. This variation sometimes arises as a result of political 
compromise over policy while other sometimes is caused by lack of proper 
implementation and enforcement of the policy. Implementing policy may have 
unexpected results, stemming from a policy whose reach extends further than the 
problem it was originally crafted to address. Policy implementation is still a challenge to 
much organization and since the author has not indicated measures on how best to 
enhance it, there is a need for this study to be carried out to determine it.  
 
2.4 Conceptual Framework 
This is a pictorial presentation that outlines how variables under study relate. In this case 
of study, the independent variables are top management support, communication, training 
and government policy while implementation of human resource information systems in 
governmental institutions. 
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Figure 2.1 Conceptual Framework 
Independent Variables                            Dependent Variable 
 
 
 
 
 
 
 
2.5 Operationalization of Variables 
Figure 2.2 Operationalization of Variables 
Variables Parameters  Measurement Toll of Analysis 
Top 
Management 
Support 
 
a) Positive attitudes 
b) Management priorities 
c) Level of commitment 
d) Frequency of attendance 
Questionnaires  
(5 point likert 
scale) 
Frequencies 
Percentages 
 
Communication 
 
e) Correctness 
f) Clearness 
g) Completeness  
h) Clarity  
Questionnaires  
(5 point likert 
scale) 
Frequencies 
Percentages 
 
Training 
 
a) Number of training 
programs 
b) Staff training selection 
c) Type of Trained skills 
Questionnaires  
(5 point likert 
scale) 
Frequencies 
Percentages 
 
Government 
Policy 
 
a) Safety of systems 
b) Tax Compliance  
Questionnaires  
(5 point likert 
scale) 
Frequencies 
Percentages 
 
 
Training 
Top Management Support 
Implementation of human 
resource inform- Increase 
Efficiency 
 
Communication 
 
Government Policy 
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2.6 Chapter Summary  
The chapter has addressed the theories underlying the topic under the study and also the 
factors implementation of human resource information systems. Various empirical 
reviews have addressed the various relationships between top management support, 
communication, training and government policy on implementation of human resource 
information systems. They have suggested have agreed that the independent variables 
above affect the topic under study, but this is a general view and hence this study was 
conducted to determine factors affecting the  implementation of human resource 
information systems in governmental institutions in Kenya. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
 
3.0 Introduction 
This section clearly outlines the research methods that were used in conducting this 
study. It provides various explanations on why various methods and designs have been 
applied in relation to this research study. 
 
3.1 Research Design 
According to Frederic (2010), a research design is the set of methods and procedures 
used in collecting and analyzing measures of the variables specified in the research 
problem research.  Descriptive research design was used. The design was appropriate 
method of the study because it explains the states of affairs as it is, a researcher provided 
only what is happening. It also made the use of samples of the population thereby making 
the study cheaper and less time consuming. This design also attempted to obtain complete 
and accurate information of the situation (Denning, 2011). 
 
3.2 Target Population 
The target population of the study was 100 employees of National Cereals and Produce 
Board (NCPB) -Nairobi that will be drawn from the following: top level management, 
middle level management and the operational staff as presented in the following table 3.1 
below  
Table 3.1 Target Population 
Description Frequency Percentage 
Top Level Management        2 2 
Middle Level Management 
Operational Staff 
       6 
       92 
6 
92 
Total       100 100 
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3.3 Sample and Sampling Technique 
A sample is a subset of a population. Sampling is the procedure a researcher uses to 
gather people, places or things to study. Stratified random sampling technique was used 
since the population is heterogeneous. A sample size of 50 respondents was used. 
According to Mugenda and Mugenda (2008), a sample size of between 30% and 50% of 
the population size is adequate for analysis and reporting.  
 
3.4 Instrument 
A questionnaire is a set of printed or written questions with a choice of answers, devised 
for the purposes of a survey or statistical study (Denning, 2011). Questionnaire 
comprising of both open that provides spaces for respondents own opinions and closed 
ended questions that provides multiple choices for the respondents were used in 
collecting information for this study. Questionnaires were considered as an appropriate as 
they promote the confidentiality of the data information collected (Festing, 2012). The 
use of questionnaires also makes the researcher to capture a lot of information as the 
researcher can ask as many questions as he may wish. 
3.5 Pilot Study 
According to Frederic (2010), a pilot study is a small scale preliminary study conducted 
in order to evaluate feasibility, time, cost, adverse events, and improve upon the study 
design prior to performance of a full-scale research project. The researcher used five pre-
testing questionnaires that were distributed and according to their responses which 
represented 10% of the sample size according to (Mugenda and Mugenda, 2008) and the 
whole questionnaires were successful filled, an indication that the final study was to be 
successful. Those who participated in this pilot study were not included in the final study. 
 
3.5.1 Validity  
Denning (2011) defines validity as the degree to which a test measures what it is 
supposed to measure. Content validity was tested. The questionnaire was given to three 
professionals working at the National Cereals and Produce Board and the supervisor to 
critique it. The professionals suggested various amendments to enhance validity of data 
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collection instrument. The study finally developed a copy of a more improved 
questionnaire.  
3.5.2 Reliability Test 
According to Mugenda and Mugenda (2008), reliability is a measure of the degree to 
which a research instrument yields consistent results after repeated trials. Test-
Retest Reliability was tested in this study. Data reliability depends on proper response 
from the respondents. While reliability of a research instrument concerns the extent to 
which the instrument yields the same results on repeated trials; Therefore, reliability must 
be determined because there is generally a good deal of consistency in the results of a 
quality instrument gathered at different times.  To confirm reliability, the study adopted 
Cronbach’s alpha formula. In this approach, Cronbach’s alpha provides a useful lower 
bound on reliability. Cronbach’s alpha generally increased when the correlations between 
the items increase. For this reason the coefficient measures the internal consistency of the 
test. Its maximum value is 1, and usually its minimum is 0, although it can be negative.  
According to Langley (2014), a commonly-accepted rule of thumb is that an alpha of 0.7 
indicates acceptable reliability and 0.8 or higher indicates good reliability. Very high 
reliability (0.95 or higher) is not necessarily desirable, as this indicates that the items may 
be entirely redundant. These are only guidelines and the actual value of Cronbach’s alpha 
depend on many things such as the number of items increases, Cronbach’s alpha tends to 
increase too even without any increase in internal consistency. The goal in designing a 
reliable instrument is for scores on similar items to be related (internally consistent), but 
for each to contribute some unique information as well. 
 
3.6 Data Collection Procedure 
This is a procedure that the researcher used during the data collection. The questionnaires 
were distributed effectively to the selected sample by the researcher and the researcher 
gave the respondents the way to conduct this process. The researcher also ensured that 
the respondents have been given enough time to answer all the questions in order for 
them to give out their views regarding their understanding towards the problem under 
investigation effectively.  
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3.7 Data Analysis Method and Presentation   
Information was summarized, coded and then analyzed both quantitatively and 
qualitatively by use of descriptive statistics. Quantitative technique included frequency 
and percentage frequency and qualitative technique involved content analysis. In the 
quantitative analysis, the information obtained was presented numerically to work out 
frequencies and percentage frequencies. Tables were used to present data. The 
quantitative data was interpreted and inferences made and presented descriptively using 
figures and tables.  
3.8 Ethical Issues 
3.8.1 Informed Consent  
This means that the researcher could obtain permission from both the institution and the 
management of the organization under study. Since the permission was successfully 
obtained, this study was successful and the information collected did not violet 
organization and the institutions rules and regulations. 
3.8.2 Voluntary Participation  
This is an act of ensuring that all participants in this study were willing to participate 
without any force from any person or individual. Therefore, for the success of this study, 
no pressure was imposed to any participant who decided not to continue participating in 
this study. 
3.8.3 Confidentiality  
This means that the obtained information was not made public or accessed by any other 
person, but only the researcher. The questionnaires were designed in a way that, 
respondent’s names were optional for this study. 
3.8.4 Privacy  
This is where the participant has a right to privacy when involved in a research. This is 
one of the most important ethics in research. To ensure privacy was observed preserve 
participants' privacy, the data went through a process which made sure you could not link 
the information to the person.  
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3.8.5 Anonymity  
This is a state that the respondent does not want to be known at any cost. To enhance this, 
the researcher kept secret all information obtained from various respondents and did not 
share with anyone else. 
3.9 Chapter Summary 
This chapter explains the design and the methodology of the research study. It contains 
the descriptive as a study design, target population of 100 employees, stratified random 
sampling method as one to be used, the use of questionnaire as data collection instrument, 
qualitatively and quantitatively as methods of data analysis and the use of figures and 
tables as a way that was used to present data. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSIONS 
4.0 Introduction 
Chapter four constitutes the analysis of data, the presentation and interpretation of 
findings that were in relations to the study about the topic under study. 
4.1 Presentation of Findings 
4.1.1 Response Rate 
Table 4.1 Response Rate 
Category  Frequency Percentage 
Response 45 90 
Non Response 5 10 
Total  50 100 
 
The following constitutes the presentation of findings as per the objective of the study. 
The study targeted 50 respondents from which 45 questionnaires were returned while 5 
questionnaires were not returned making a response rate of 90% for returned and 10% for 
not returned. Based on the study findings, the response rate was considered good for the 
final analysis. According to Mugenda and Mugenda (2003), a response rate of 50% is 
adequate for analysis and reporting; a rate of 60% is good and a response rate of 70% and 
over is excellent.  
4.1.2 Gender Analysis 
Table 4.2 Gender Analysis 
Category  Frequency Percentage 
Male 26 68 
Female 19 32 
Total  45 100 
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The presentations showed 68% of respondents were male while 32% of respondents were 
female being minority. The response implies that the gender of respondents in this study 
fairly represented in the study.  
4.1.3 Highest Education Level 
Table 4.3 Highest Education Level 
Category  Frequency Percentage 
Primary Certificate 3 6 
Secondary Certificate 8 18 
College Diploma 22 49 
University Degree 7 16 
Masters & PHD Level 5 11 
Total  45 100 
 
The analysis showing the education level of respondents revealed that 6% of respondents 
had attained primary certificate, 18%, secondary certificate, 49% for college diploma, 
16% for university degree while 11% for masters and PHD level. Greater percentage of 
respondents is learned; therefore, this implied that with the kind of their responsibilities, 
they were well learned and thus the implementation of HRIS can be effective. 
 
4.1.4 Work Experience  
Table 4.4 Working Experience 
Category  Frequency Percentage 
Below 1 year 3 6 
1-3 years 13 28 
4 years and above 29 66 
Total  45 100 
 
The study showed work experience of respondents. In relations to the response received, 
6% have worked for a period less than 1 year, 28% for 1-3 years and 66% of respondents 
over 4 years and above. Based on the majority of respondents majority had worked for a 
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period between 4 years and above, implying that they had experience and background 
information about human resource information systems in this organization. 
4.1.5 Age Brackets 
Table 4.5 Age Brackets 
Category  Frequency Percentage 
18-23 years 3 5 
24-29 years 8 12 
30-35 years 22 51 
36 years and above 7 32 
Total  45 100 
 
The analysis showing the age brackets of respondents revealed that 5% of respondents 
have 18-23 years, 12% for 24-29 years, 51% for 30-35 years while 32% for 36 years and 
above. This shows that, majority of employees are middle aged and thus they can still 
perform effectively. 
4.1.6 Organization Levels 
Table 4.6 Organization Levels 
Category  Frequency Percentage 
Top Management Support 1 2 
Middle Level Management 3 6 
Operational Staff 41 92 
Total  45 100 
 
The findings indicate the analysis of the organization levels of respondents. According to 
the findings 2% of the respondents were in top level management, 6% are in middle level 
management while 92% were the operational staff. According to the study findings, 
majority of employees in this organization are operational staff. 
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4.1.7 Top Management Support 
Table 4.7 Effect of top management support on the implementation of HRIS in 
public institutions in Kenya 
Category  Frequency Percentage 
Yes 43 96 
No 2 4 
Total  45 100 
 
The study was conducted to determine the effect of top management support on the 
implementation of HRIS in public institutions in Kenya. According to the findings, 96% 
of the respondents agreed top management support has an effect on the implementation 
of HRIS in public institutions in Kenya while 4% of the respondents disagreed. The 
majority of respondents indicated that, the commitment of the top management on the 
implementation of HRIS motivates other organization support staff and thus leading to 
the success. 
 
Table 4.8 Financial services are committed by top management on the 
implementation of HRIS 
Category  Frequency Percentage 
Strongly agree 25 56 
Agree 10 22 
Neutral 5 16 
Disagree 2 4 
Strongly Disagree 1 2 
Total  45 100 
 
The study was conducted to determine whether, financial services are committed by top 
management on the implementation of HRIS. According to the study findings, 56% of 
the respondents strongly agreed, 22% agree, 15% represent the neutral, 4% disagree 
while 2% strongly disagreed. According to the majority of the respondents, the top 
management is always willing to provide financial support to facilitate the 
implementation of human recourse information systems that enhances the success. 
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Table 4.9 Human Resource Information systems has enhance organization decision 
making 
Category  Frequency Percentage 
Strongly agree 19 42 
Agree 10 22 
Neutral 9 20 
Disagree 7 16 
Strongly Disagree 0 0 
Total  45 100 
 
The study was conducted to determine whether Human Resource Information systems 
have enhanced organization decision making. According to the respondents, 42% of the 
respondent strongly agree, 22% agree, 20% for neutral and 16% disagree. The 
respondents agreed that, human resource information systems helps  in effective 
communication that helps in minimizing chances of confusion and misunderstanding and 
thus leading to effective decision making. 
 
Table 4.10 HRIS help the management in planning and coordinating of employees 
Category  Frequency Percentage 
Strongly agree 24 53 
Agree 12 27 
Neutral 5 12 
Disagree 2 4 
Strongly Disagree 2 4 
Total  45 100 
 
The study based on a statement indicating whether HRIS help the management in 
planning and coordinating of employees administrative measures are useful to help this 
firm to achieve great performance, 53% of the respondents strongly agreed, 27% agree, 
12% for neutral, 4% for disagree while 4% strongly disagree. Majority of the respondents 
indicated that, due to many packages contained in the HRIS, a lot of data base is stored 
25 
 
within one system that helps in easily accessibility and reference and thus enhancing 
efficiency and simplification of organization operations.  
Table 4.11 The organization has allocated enough funds for the implementation of 
HRIS 
Category  Frequency Percentage 
Strongly agree 25 57 
Agree 10 22 
Neutral 5 11 
Disagree 3 6 
Strongly Disagree 2 4 
Total  45 100 
 
 
The study was carried out to establish whether the organization has allocated enough 
funds for the implementation of HRIS. The study found that 57% of respondents strongly 
agreed, 23% agreed as 11% were neutral, 6% of respondents disagreed and 4% of 
respondent strongly disagreed.  The study found that, since the organization has realized 
the benefits associated with the modern HRIS, the organization has allocated enough 
funds to help in enhancing organization efficiency. 
 
4.1.12 Communication 
Table 4.12 Effect of communication on the implementation of HRIS in public 
institutions in Kenya 
Category  Frequency Percentage 
Yes 41 91 
No 4 9 
Total  45 100 
 
The study was conducted to determine the effect of communication on the 
implementation of HRIS in public institutions in Kenya. According to the findings, 91% 
of the respondents agreed communication has an effect on the implementation of HRIS in 
public institutions in Kenya while 9% of the respondents disagreed. The majority of 
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respondents indicated that, communication within the organization enhances effective 
decision making as chances of misunderstandings are minimized which finally enhances 
effective the implementation of HRIS in public institutions. 
 
Table 4.13 management communicates progress of HRIS implementation every time 
Category  Frequency Percentage 
Strongly agree 23 51 
Agree 18 41 
Neutral 4 8 
Disagree 0 0 
Strongly Disagree 0 0 
Total  45 100 
 
There was need to undertake a study to establish if the management communicates the 
progress of HRIS implementation every time. The study found that, 51% strongly agreed, 
41% agree while 8% were neutral. The study also determined that, the organization has 
taken its time to communicate all organizations progress in everything it undertakes to 
minimize chances of resistance to change that may arise from some employees.  
 
Table 4.14 communication facilitates efficiency of organization chain of command 
Category  Frequency Percentage 
Strongly agree 32 72 
Agree 7 16 
Neutral 3 6 
Disagree 2 4 
Strongly Disagree 1 2 
Total  45 100 
 
The study findings generated from the study showed various responses on whether 
communication facilitates efficiency of organization chain of command. Based on the 
respondents’ choices a total of 72% of respondents strongly agreed, 16% agreed whereas 
6% of respondents chose neutral as 4% of respondents disagreed to the statement and 2% 
of respondents strongly disagreed. The majority of the respondents indicated that 
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communication minimizes chances of misunderstanding between organization employees 
thereby leading efficiency in organization operations.  
 
Table 4.15 The organization has good communication channels that facilitates 
effective implementation of HRIS 
Category  Frequency Percentage 
Strongly agree 25 56 
Agree 10 22 
Neutral 5 11 
Disagree 5 11 
Strongly disagree 0 0 
Total  45 100 
 
The analysis of the findings was based on a study determining whether the organization 
has good communication channels that facilitates effective implementation of HRIS. The 
study found that 56% of respondents strongly agreed, 22% agreed while 11% were 
neutral and 11% of respondents disagreed to the statement. Majority of the respondent 
also explained that, the organization has designed communication channels to enhance 
effective implementation of HRIS.  
Table 4.16 Employees have access to relevant HRIS information to Authority 
Category  Frequency Percentage 
Strongly agree 27 60 
Agree 9 22 
Neutral 3 6 
Disagree 3 6 
Strongly Disagree 3 6 
Total  45 100 
 
The study was aimed at establishing whether employees have access to relevant HRIS 
information to Authority. Respondents of 50% strongly agreed, 33% of respondents 
agreed, 6% were neutral, 6% disagreed whereas 6% of respondents strongly disagreed. 
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The study findings from the respondents confirmed that the organization employees have 
access to relevant HRIS information to Authority and thus this has facilitated efficiency 
in the human resource process. 
Table 4.17 communication helps in employee motivation towards HRIS 
implementation 
Category  Frequency Percentage 
Strongly agree 26 56 
Agree 6 15 
Neutral 5 11 
Disagree 4 9 
Strongly Disagree 4 9 
Total  45 100 
 
The analysis of findings was generated from a study seeking to establish whether 
communication helps in employee motivation towards HRIS implementation. It was 
therefore found that 56% of respondents strongly agreed, 15% agreed, 11% were neutral, 
9% disagreed and 9% of strongly disagreed to the statement. This was an indication that 
communication within the organization has been used as main employee’s motivator 
towards the implementation of human resource information systems.   
4.1.18 Training 
Table 4.18 Effect of training on the implementation of HRIS in public institutions in 
Kenya 
Category  Frequency Percentage 
Yes 44 98 
No 1 2 
Total  45 100 
 
The study was conducted to determine the effect of training on the implementation of 
HRIS in public institutions in Kenya. According to the findings, 98% of the respondents 
agreed training has an effect on the implementation of HRIS in public institutions in 
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Kenya while 2% of the respondents disagreed. The majority of respondents indicated 
that, training equips employees with relevant skills and knowledge on how best to 
implement HRIS thereby leading to their success. 
 
Table 4.19 Training helps employees acquire skills and knowledge on how best to 
implement of HRIS 
Category  Frequency Percentage 
Strongly agree 23 51 
Agree 16 36 
Neutral 4 9 
Disagree 0 0 
Strongly Disagree 2 4 
Total  45 100 
 
The findings from respondents’ revealed that 51% of respondents strongly agreed that 
training helps employees acquire skills and knowledge on how best to implement of 
HRIS, 36% of respondents agreed, 9% were neutral while 4% of respondents strongly 
disagreed. Majority of respondents confirmed that training helps employees acquire skills 
and knowledge on how best to implement of HRIS. 
 
Table 4.20 The organization conducts frequent training on how to use HRIS 
Category  Frequency  Percentage 
Strongly agree 22 49 
Agree 15 34 
Neutral 5 11 
Disagree 2 4 
Strongly Disagree 1 2 
Total  45 100 
 
The study represented findings to ascertain whether the organization conducts frequent 
training on how to use HRIS. In the analysis it was found that 49% of respondents 
strongly agreed, 34% agreed, 11% were neutral, 4% disagreed while 2% of respondents 
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strongly disagreed. The majority of the respondents agreed that on and off job training 
programs to equip its employees with skills and knowledge on how best to use human 
resource information systems. 
Table 4.21 Training motivates employees to effectively implement the use HRIS 
Category  Frequency Percentage 
Strongly agree 21 47 
Agree 10 21 
Neutral 7 16 
Disagree 7 16 
Strongly Disagree 0 0 
Total  45 100 
 
The represented findings were aimed at establishing whether training motivates 
employees to effectively implement the use HRIS. In the responses 47% of respondents 
strongly agreed, 21% agreed, 16% were neutral, 16% disagreed and 2% strongly 
disagreed. This was an indication that training has been a basic and one of the employee 
motivator to effectively implementation and use of HRIS. 
Table 4.22 I was given adequate training on how to use the HRIS 
Category  Frequency Percentage 
Strongly agree 17 38 
Agree 12 33 
Neutral 9 14 
Disagree 4 9 
Strongly Disagree 3 6 
Total  45 100 
 
The findings provided were based on analysis examining whether the employees are 
given adequate training on how to use the HRIS. It was therefore confirmed by 38% of 
respondents who strongly agreed, 33% agreed, 14% were neutral, 9% disagreed and 6% 
of respondents strongly disagreed. Going by the majority of respondents, the study found 
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that majority of the respondents agreed that they have been given enough training 
program on how best to use HRIS.  
Table 4.23 Training of employees is simple through the use of HRIS 
Category  Frequency Percentage 
Strongly agree 27 60 
Agree 4 9 
Neutral 2 5 
Disagree 7 15 
Strongly Disagree 5 11 
Total  45 100 
 
The analysis of findings majored on examining whether training of employees is simple 
through the use of HRIS. The findings revealed that 60% of respondents strongly agreed, 
9% agreed, 5% were neutral, 15% disagreed while 11% strongly disagreed. The 
respondent explained that training of employees is simple through the use of HRIS as 
they save more time compared to other training methods. 
4.1.24 Government Policy 
Table 4.24 Effect of government policy on the implementation of HRIS in public 
institutions in Kenya 
Category  Frequency Percentage 
Yes 42 93 
No 3 7 
Total  45 100 
 
The study was conducted to determine the effect of government policy on the 
implementation of HRIS in public institutions in Kenya. According to the findings, 93% 
of the respondents agreed government policy on the implementation of HRIS in public 
institutions in Kenya while 7% of the respondents disagreed. The majority of respondents 
indicated that, government policy provides rules and regulations on how organization 
operations need to be conducted in the implementation of HRIS in public institutions. 
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Table 4.25 The rules by the government determine the performance of organizations 
as it helps them rules work in accordingly and restrict with law 
Category  Frequency Percentage 
Strongly agree 23 51 
Agree 14 34 
Neutral 4 8 
Disagree 2 4 
Strongly Disagree 2 4 
Total  45 100 
 
There was need to undertake a study to establish whether the rules by the government 
determine the performance of organizations as it helps them rules work in accordingly 
and restrict with law. In the analysis, it was found that 51% of respondents strongly 
agreed, 34% agreed, 8% were neutral, 4% disagreed while 4% strongly disagreed. It was 
noted that government provides the perimeter on how organization operations should be 
conducted. 
 
Table 4.26 Laws helps in ensuring only legal transactions are the only ones taking 
place and thus protecting consumers 
Category  Frequency Percentage 
Strongly agree 28 62 
Agree 11 26 
Neutral 3 6 
Disagree 2 4 
Strongly Disagree 1 2 
Total  45 100 
 
The study findings generated from the study showed various responses on whether laws 
helps in ensuring only legal transactions are the only ones taking place and thus 
protecting consumers. Based on the respondents’ choices a total of 62% of respondents 
strongly agreed, 26% agreed, 6% were neutral, 4% disagreed and 2% strongly disagreed. 
It was discovered that, since there are much consequences outlined for going against 
government regulations, this helps in protecting the consumers.   
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Table 4.27 The efficiency of government legislation depends on its effective 
implementation, enforcement and compliance mechanisms 
Category  Frequency Percentage 
Strongly agree 25 56 
Agree 10 22 
Neutral 5 11 
Disagree 5 11 
Strongly disagree 0 0 
Total  45 100 
 
The analysis of the findings was based on a study determining whether the efficiency of 
government legislation depends on its effective implementation, enforcement and 
compliance mechanisms. The study found that 56% of respondents strongly agreed, 22% 
agreed, 11% were neutral while 11% strongly disagreed. Majority of respondents agreed 
that despite of having government regulations to monitor organization operations, the 
implementation of these legislations has been a challenge.  
Table 4.28 The government has enforced the commercial laws to protect and 
regulate all businesses activities that take place 
Category  Frequency Percentage 
Strongly agree 29 64 
Agree 7 18 
Neutral 3 6 
Disagree 3 6 
Strongly Disagree 3 6 
Total  45 100 
 
The study was aimed at establishing whether the government has enforced the 
commercial laws to protect and regulate all businesses activities that take place. 
Respondents who comprised 64% strongly agreed, 18% agreed, 6% were neutral, 6% 
disagreed whereas 6% strongly disagreed. The study findings from the respondents 
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confirmed that the government has enforced the commercial laws to protect and regulate 
all businesses activities that take place. 
4.2 Limitations of the Study 
4.2.1  Confidentiality 
Since this research was carried out in an area that required a lot of privacy, obtaining 
some information was difficult due to mistrust and suspicion towards the researcher.  
Some respondents claimed that useful and confidential materials of the organization may 
not be given to unauthorized people for the organizations competition advantages. To 
overcome this problem, the researcher produced an introduction letter from the 
Management University of Africa to evidence that the study was official and only meant 
for academic purpose.  
4.2.2 Lack of Cooperation 
Some of the respondents were unwilling to cooperate in this study. Some viewed the 
whole exercise as a waste of their valuable time because they felt the study could not be 
of any benefit to them, to overcome this problem, the researcher visited the organization 
before the actual day of the study and informed the management of her intention to 
conduct the study so that she could be allocated enough time to undertake her study. 
4.3 Chapter summary 
This chapter was cauterized into research findings and discussions. The findings were 
derived from analyzed questionnaires and interpretations were made alongside the 
findings. The chapter further addressed presentation of findings showing the response 
rate for the questionnaires returned and not returned. The presented findings also 
addressed the gender response, highest level of education, work experience of 
respondents, organization levels, age brackets of respondents and finally all the 
objectives which comprised of effect of top management support, effective 
communication, training and government policy on successful implementation of Human 
Resource Management Information Systems at the National Cereals and Produce Board. 
 
 
35 
 
CHAPTER FIVE 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
5.0 Introduction 
This chapter mainly focuses the respondent’s response to research questions that were 
derived from the field. It comprise of the summary of the findings, conclusion, and 
recommendations.   
 
5.1 Summary of Findings 
5.1.1 Effect of top management support on the implementation of human resource 
information systems  
The study determined the extent to which top management support affects the 
implementation of human resource information systems. The findings established that 
96% of the respondents agreed that top management support affect the implementation of 
human resource information systems in public institutions in Kenya. The study 
established that, the organization top management support facilitates the implementation 
of human resource information systems.  The further established that, the organization 
top management has provided enough financial resources that have facilitated the success 
implementation of human resource information systems within the organization. The 
study findings concur with Epstien (2005) opinion that indicated that, many managerial 
activities create employees’ behaviors and responses in ways that improve service 
quality. Management commitment to service acts as an important function in satisfying 
the customers’ requirements. The lack of commitment from the top management is the 
main reason of service quality failure. 
5.1.2 Effect of communication on the implementation of human resource 
information systems 
The study was conducted to determine the extent to which communication affects the 
implementation of human resource information systems. The study findings established 
that, 91% of the respondents agreed that it affects while 9% disagreed. The respondent 
also indicated that effective communication within the organization minimizes chances of 
employee misunderstandings and thus leading to effective decision making that finally 
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facilitates the success implementation of human resource information systems. The 
respondents also agreed that, the organization has designed effective communication 
channels that clearly outline the chain of command that facilitates implementation of 
human resource information systems. The findings from this study agrees with (Sagima, 
2002) statement that indicated that, communicating with organization support staff allows 
the management to find out there need and expectations and thus allowing the 
management  to develop a good relationships for the success implementation of human 
resource information systems. 
 
5.1.3 Effect of training on the implementation of human resource information 
systems 
The study was conducted to determine whether training affects the implementation of 
human resource information systems. According to the findings, 98% of the respondents 
agreed that it affects while 2% of the respondents disagreed. The respondents also agreed 
that employee training programs helps employees to acquire basic skills and knowledge 
on how best to undertake the implementation of human resource information systems. 
The study also revealed that, the management has organized various training programs 
for its employees. The study also reveled that; organization embracing training programs 
will help it in increasing its employee’s capability for its long term plans. The study 
findings relates with Raja (2006) opinions and argument that outlined that, the 
fundamental aim of training is to help the organization achieve its purpose by adding 
value to its key resources; the people it employs 
 
5.1.4 Effect of government policy on the implementation of human resource 
information systems 
The study discovered government policy affects the implementation of human resource 
information systems. This was supported by 93% of the respondents who agreed that it 
affects while 7% of the total respondents disagreed. The respondents also indicated that 
government policy provides rules and regulations on how organization operations should 
be undertaken and provides consequences if the regulations are violated. The respondents 
also stated that, the organization has established a team of experts that helps in 
monitoring and ensuring that all government rules and regulations are well implemented 
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in all organization operations to minimize restrictions and limitations from the 
government. This study finding concurs with Sweeney (2005) argument that indicated 
that, the rules by the government determine the performance of the companies set rules 
help to work in accordingly and restrict some activities and encourage others. The 
government policy helps in minimizing chances of some individuals or organizations 
exploiting others. 
 
5.2 Conclusion 
In conclusion, top management support was found to have an impact on the 
implementation of human resource information systems in public institutions in Kenya. 
The study also revealed that, the top management should show the commitment to 
towards the implementation of human resource information systems by themselves 
having an opportunity of utilizing them. They should also be in a position to easily 
provide the required financial resource that may be required towards the implementation 
of these systems 
 
According to the findings on training, the study noted that the organization need to 
determine and conduct an analysis to identify capability of its various employees and the 
form or kind of training programs that each employee may require. The study also 
revealed that, the organization has been offering various forms of training programs to its 
employees to facilitate these employees in solving the current challenges and for future 
preparation. 
In conclusion, effective communication between the organization management and other 
employees needs to be developed.  Effective communication enhances effective 
implementation of human resource information systems as it minimizes chances of 
misunderstanding and poor decision. The use of human resource information systems will 
help the organization employees to easily obtain and access allows necessary company 
information. 
 
The study concludes that, government policy is a key factor in the implementation of 
human resource information systems in public institutions and any other organization. 
Government policy provides rules and regulations on how best these functions should be 
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conducted. The regulations also help in protecting other individuals from being exploited 
by other.  
5.3 Recommendations 
The study revealed that top management support affects the implementation of human 
resource information systems. It is recommended that, the top management within the 
organization should ensure that there is well coordination among all organization 
employees to enhance efficiency and effectiveness during the implementation of human 
resource information systems. 
 
The study revealed that effective communication affects the implementation of human 
resource information systems. It is therefore recommended that, the organization 
management should clearly design effective communication channels that clearly show 
the chain of command. This will help in minimizing chances if misunderstanding 
between various lines of authority. This will also result in effective decision making 
process and thus leading to effective implementation of human resource information 
systems. 
 
The study found out that training affects the implementation of human resource 
information systems. The researcher therefore recommends that the organization should 
continuously train its employees. This will help in updating and upgrading the employees 
skills and knowledge on how best to undertake organization operations like the 
implementation of human resource information systems. 
 
Government policy affects the implementation of human resource information systems. 
The study therefore recommends that, the organization should form a team of expert that 
should monitor and ensure that all government rules and regulations are well 
implemented in all organization functions. This will help in minimizing government 
restrictions and limitations towards the organization. 
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APPENDIX I: INTRODUCTION LETTER 
 
 
16
th
 August 2018 
 
To The Head of Training and Development Department, 
National Cereals and Produce Board, 
P.O. Box 30586-00100,  
NAIROBI. 
 
Tel, 020-6536028/6555288 
 
Dear Sir/Madam, 
 
 
RE: REQUEST FOR PARTICIPATION IN PROJECT RESERCH 
I am a student at the Management University of Africa pursuing a bachelor of 
management and leadership of management (human resource option). 
 
For the successful completion of my studies, I am supposed to undertake a research 
project and this is a reason why I am writing this letter requesting you to kindly assist me 
in carrying out a research project. The title of my research project is: factors affecting the 
implementation of human resource information systems in public institutions in 
Kenya: a case study of the National Cereals and Produce Board-Nairobi 
 
Any contribution provided for the success of this work with is highly appreciated. 
 
Yours faithfully, 
 
 
………………………………. 
 
LYNN ITUKA KATENDWA 
Tel: 0721297355 
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APPENDIX II: QUESTIONNAIRE 
To the respondents, below is a questionnaire you are requested to answer. The 
information given is for academic purposes only and will be treated as strictly 
confidential. Please fill out the questionnaire as correctly as possible. 
 
SECTION A: PERSONAL DETAILS 
 
1. What is your gender? 
Male    (     ) 
Female   (     ) 
2. What is your age bracket?  
18-23 Years  (     ) 
24-29 Years  (     ) 
30-35 Years  (     ) 
36 years and above (     ) 
3. What is your highest level of education attained? 
Primary Certificate   (     ) 
Secondary Certificate  (     ) 
College Diploma  (     ) 
University Degree  (     ) 
Masters and PHD Level (     ) 
4. What is your Length of Service in this organization? 
Below 1 year  (     ) 
1-3 years  (     ) 
4 years & above  (     ) 
5. What is your Organizational Level in this organization? 
Top Level Management (     ) 
Middle Level Management (     ) 
Operational Staff  (     ) 
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SECTION B: TOP MANAGEMENT SUPPORT 
6. Does top management support affect the implementation of human resource 
information systems in public institutions in Kenya? 
Yes  (      )    
No  (      ) 
 
7.  Rate the extent to which you agree or disagree on the effect of top management 
support on the implementation of HRIS 
Where 1 - strongly agree; 2-agree; 3-neutral; 4-disagree;   5 - strongly disagree 
Statements 1 2 3 4 5 
Financial services are committed by top management on 
the implementation of HRIS 
     
Human Resource Information systems has enhance 
organization decision making 
     
HRIS help the management in planning and coordinating 
of employees 
     
The organization has allocated enough funds for the 
implementation of HRIS 
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SECTION C: COMMUNICATION 
8. Does communication affect the implementation of human resource information 
systems in public institutions in Kenya? 
Yes  (      )    
No  (      ) 
 
9.  Rate the extent to which you agree or disagree on the effect of communication on the 
implementation of HRIS 
Where 1 - strongly agree; 2-agree; 3-neutral; 4-disagree;   5 - strongly disagree 
Statements 1 2 3 4 5 
The management communicates the progress of HRIS 
implementation every time 
     
Communication facilitates efficiency of organization chain 
of command 
     
The organization has good communication channels that 
facilitates effective implementation of HRIS  
     
Employees have access to relevant HRIS information to 
Authority 
     
Communication helps in employee motivation towards 
HRIS implementation 
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SECTION D: TRAINING 
10. Does training affect the implementation of human resource information systems in 
public institutions in Kenya? 
Yes  (      )    
No  (     ) 
 
11.  Rate the extent to which you agree or disagree on the effect of training on the 
implementation of HRIS 
Where 1 - strongly agree; 2-agree; 3-neutral; 4-disagree;   5 - strongly disagree 
Statements 1 2 3 4 5 
Training helps employees acquire skills and knowledge on 
how best to implement of HRIS 
     
The organization conducts frequent training on how to use 
HRIS 
     
Training motivates employees to effectively implement the 
use HRIS  
     
I was given adequate training on how to use the HRIS      
Training of employees is simple through the use of HRIS      
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SECTION B: GOVERNMENT POLICY 
12. Does government policy affect the implementation of human resource information 
systems in public institutions in Kenya? 
Yes  (      )    
No  (      ) 
 
13.  Rate the extent to which you agree or disagree on the effect of government policy on 
the implementation of HRIS 
Where 1 - strongly agree; 2-agree; 3-neutral; 4-disagree;   5 - strongly disagree 
Statements 1 2 3 4 5 
The rules by the government determine the performance of 
organizations as it helps them rules work in accordingly 
and restrict with law 
     
Laws helps in ensuring only legal transactions are the only 
ones taking place and thus protecting consumers 
     
The efficiency of government legislation depends on its 
effective implementation, enforcement and compliance 
mechanisms 
     
The government has enforced the commercial laws to 
protect and regulate all businesses activities that take place 
     
 
 
Thank you for participating in filling this questionnaire   
 
 
 
